The study examined perceived organizational politics, support and workplace incivility of supervisor as predictors of employees' intention to quit. The results of the regression analyses revealed that perceived organizational politics significantly predicted turnover intention (β = .41, p < .001). Perceived politics accounted for 46.8% of the variance in turnover intention, above and beyond the control variables. Perceived organizational support was also found to be negatively related to turnover intention (β = − .69, p < .001), and accounted for additional 31% of the variance in turnover intention. The results of the analyses equally indicated that workplace incivility significantly predicted turnover intention among employees (β = .25, p < .001). And explained additional 3% of the variance in turnover intention above and beyond the control variables, perceived organizational politics, and perceived organizational support. These results were discussed based on existing theories and on the Nigerian socio-economic realities.
ment of firm's competitive edge. Staff turnover is a serious issue in the field of human resource management. Its impact has received considerable attention by senior management, human resources professionals, and industrial psychologists. It has proven to be one of the most costly and seemingly intractable human resource challenges confronting organisations. Reducing employee turnover through retention practices is an area of great interest to organisational psychologists, organisations and employers who depend on a highly skilled workforce.
More so, in an organisation, politics has been shown by some researches (e.g. Harris, Andrews, & Kacmar, 2007; Bozeman, Perrwere, Hochwarter, & Brymer, 2001 ) to have inhibited maximum productivity, reduced job satisfaction and therefore increase the intention to quit. General political behaviour includes act in self-serving manner to achieving their individual goals (Kacmar & Carlson, 1997) . Thus perception of politics was always influencing individual reward structure and when employees work in a political environment, they may not have confidence that their behaviour will contribute to organisational reward structure (Cropanzano et. al., 1997) . Pfeffer (1992) defined organisational politics as a general term that indicates power relations and influence tactics in workplace. Due to this political nature, the concept of organisational politics has received an increasing attention in management literature. Besides its practical implications, one of the reasons that consider politics and political behaviour in organisations as a promising field for theoretical inquiry is the general belief that views this phenomenon as one of the existing obstacles to the optimum performance of organisations (Kacmar & Baron, 1999; Vigoda, 2000) . On their own point of view, Kacmar, Bozeman, Carlson, & Anthony (1999) opined that organisational politics involves actions by individuals, which are directed toward the goal of furthering their own self-interests without regard for the well-being of other or their organisation.
Perceived organisational support may lead directly to withdrawal cognitions and turnover. However, many turnover models suggest that organisational commitment and job satisfaction mediate relationships with withdrawal (e.g., Hom & Griffeth, 1995) . Employees see their employment as a reciprocal exchange relationship that reflects relative dependence and extends beyond a formal contract (Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001 ). Research suggests that employees that benefit from the organisation's support will increasingly feel a sense of praise, support or approval from their organisation (Aselage & Eisenberger, 2003) . In other words, employees must gain this sense of support prior to their reciprocation of supportive human resource practices.
Specifically, research has indicated that individuals who perceive that their organisation supports them are more likely to be satisfied with their job (Allen, Shore, & Griffeth, 2003 (Shore & Shore, 1995; Shore & Tetrick, 1991) . Dimensions of perceived organisational support have been established as follows: role clearity (Eisenberger, Rhoades, & Cameron, 1999; Zapf, Knorz, & Kulla, 1996) , job information, participation in decision-making (Allen, shore, & Griffeth, 2003) , support from co-workers (Djurkovic, McCormick, & Casimir, 2004) , supervisory support (Settoon, Bennett, & Liden, 1996) , which leads to increased job satisfaction (Eisenberger, Cummings, Armeli, & Lynch, 1997) , performance (Shanock & Eisenberger, 2006 ) commitment (Hochwarter, Kacmar, Perrewe, & Johnson, 2003) and reduced turnover (Allen, shore, & Griffeth, 2003; Rhoades & Eisenberger, 2002) .
Organisational support theory (OST: Eisenberger, Huntington, Huntington, & Sowa, 1986; Rhoades & Eisenberger, 2002; Shore & Shore, 1995) holds that in order to meet socio emotional needs and to assess the benefits of increased work effort, employees form a general perception concerning the extent to which the organisation values their contributions and cares about their well-being. Such perceived organisational support would increase employees' felt obligation to help the organisation reach its objectives, their affective commitment to the organisation and their expectation that improved performance would be rewarded.
Behavioural outcomes of perceived organisational support would include increases in in-role and extra-role performance and decreases in stress and withdrawal behaviours such as absenteeism and turnover. Blau (1964) in his social exchange theory held that individuals consider potential reward and risks of social relationships and that all human relationships are shaped by using a subjective reward-cost analysis and the comparison of alternatives. He maintained that someone who gives much will expect to get at least the same amount back from others and in return, persons that receive a lot from others will be under pressure to give much back to them. Hui, Teo, & Lee (2007) examined both perceived organisational support and turnover intention and found perceived organizational support was negatively related to thoughts of quitting the organizational. This finding also supported that of Kinnunen, Feldt, & Makikangas (2008) , who found that perceived organizational politics was negatively related to likelihood of leaving an organization and the frequency of thoughts about quitting the organization. However, Lew (2009) found that perceived organizational support has an insignificant direct effect on employees' turnover intention.
Moreover, incivility corrodes organisational culture and that employees who are on the receiving end will respond in ways that are costly to their organisations (Pearson & Porath, 2005) . Andersson & Pearson (1999) defined workplace incivility as low intensity deviant behaviour that violates workplace norms for mutual respect and may or may not be intended to harm the target. Low intensity connotes verbal rather than physical, passive rather than active, and indirect rather than direct (Baron & Neuman, 1996) . Increasing numbers of researchers are paying attention to the causes and consequences of workplace incivility, with (Eisenberger et al., 1986 argued that individual who perceives greater support from their employing organisation would be more likely to feel obligated to "repay" the organisation irrespective of perceived incivility. One way for an individual to repay the organisation is through continued participation. argued that perceptions of support would encourage the adoption of organisational membership as an important part of an employee's self-identity. Thus, individuals perceiving greater support would be less likely to seek alternate employment or to leave the organisation. Such arguments are conceptually consistent with an inducements-contributions framework of voluntary turnover (March & Simon, 1958) that serves as the foundations of much of contemporary turnover theory. However, the present researchers argue that this may not explain the job immobility of a typical Nigerian worker in the current job scarcity saga. To the extent that no study, to the best of our knowledge, has examined organizational politics, organizational support and perceived incivility as they predict intention to quit, this study is set to:
1) investigate whether perceived orgnaisational politics will significantly predict turnover intention;
2) ascertain if perceived organisational support will significantly predict turnover intention, and 3) investigate whether supervisor's incivility will significantly predict turnover intention.
The following hypotheses were tested:
Hypothesis 1: Perceived organisational politics will not significantly predict turnover intention.
Hypothesis 2: Perceived organisational support will be negatively related to turnover intention.
Hypothesis 3: Supervisor's incivility will not significantly predict turnover intention.
Method

Participants
Two hundred and twenty nine (229) employees participated in the study. These 
Instruments
Four scales were used for the study and they included Turnover Intention Scale, Perceived Organisational Politics Scale; Survey of Perceived Organisational Support and Abusive Supervision Scale.
Turnover Intention
O'Driscoll & Beehr's (1994) Turnover Intention Scale, (TIS) was used to measure turnover intention. Turnover Intention Scale is a three item scale that was measured on a six different response format: "thoughts about quitting my job cross my mind" was measured from strongly disagrees 6-1 to all the time. "I plan to look for a new job within the next 12 months" was measured from strongly disagree 6-1 to strongly agree and "how likely is that, over the next year you will actively look for a new job out of this firm" was measured from very unlikely 6-1 to very likely. O'Driscoll & Beehr ' (1994) found a Cronbach's alpha of .91 for this scale. To make responses easier, a 5-point likert response format was adopted instead of the 7-point that was initially used in the initial study.
For the revalidation of the instrument for the Nigerian sample, it was presented to three experts in the Department of Psychology University of Nigeria Nsukka, for face and content validity. And after that, a pilot study was carried out, using 120 employees from five different banks in Nsukka urban, namely:
Zenith Bank Plc, Key Stone Plc, Ogige Micro Finance Bank, Fidelity bank plc and UBA Plc. Out of these 120 questionnaires administered, 99 was correctly responded to, and returned representing 82.5% return rate. The responses from the pilot study were subjected to item analysis. A cronbach's alpha of .60 was found, and the 3 items were all retained according to Nunnally (1970) that stated that only items with endorsement rates between .02 and .80 are used if all items are measuring the same trait.
Perceived Organisational Politics
Organisational politics scale developed by Kacmar & Carlson (1997) 
Perceived Organisational Support
Work Place Incivility
Tepper's (2000) abusive supervision scale was used to measure supervisor's incivility. The scale has 15 items that were measured on a 6-point likert scale 1 = Strongly Disagree to 6 = Strongly Agree. Tapper found a Cronbach's alpha of .95. To make the responses easier, a 5-point likert response format was used instead of the 6-point format used initially.
A pilot study was carried out to make the scale suitable for the Nigerian sample, using 120 participants from banks in Nsukka urban. And these banks in- 
Procedure
The researcher collected an introductory letter from the Head of department, which was dully signed by the head of the department to enable the management of the banks allow their employees to respond to the questionnaires. After getting approval from the management of each of the ten banks, the researcher was introduced to the customer care staff and after words, three hundred (300) copies of the four (4) instruments were shared among the customer care staff of each of the ten (10) banks selected, who then shared them to their coworkers after their working hours, and then wrote down the names of the employees that were given the questionnaires. After that, the researcher came back the following day and collected the questionnaires from the customer care staff that collected them from their coworkers. In FCMB plc, out of the twenty two (22) questionnaires administered, seventeen (17) copies were properly filled and returned, representing 77.3% return rate. In First bank plc, out of the thirty five (35) questionnaires administered, twenty five (25) copies were properly filled and returned, representing 71% return rate. In Eco bank plc, out of the thirty (30) questionnaires administered, twenty one (21) copies were properly responded to, and returned, representing 70% return rate. In Access bank plc, out of the twenty six (26) questionnaires administered, eighteen (18) copies were properly responded to, and returned, representing 69% return rate. In Diamond bank plc, out of the thirty (30) questionnaires administered, twenty two (22) copies were properly responded to, and returned, representing 73% return rate. In UBA plc, out of the thirty two (32) questionnaires administered, twenty eight (28) copies were properly responded to, and returned, representing 87.5% return rate. In Fidelity bank plc, out of the thirty (30) questionnaires administered, twenty five (25) copies were properly filled and returned, representing 83% return rate. In Key stone plc, out of the twenty nine (29) questionnaires administered, twenty three (23) copies were properly responded to, and returned, representing 79% return rate. In GTB plc, out of the thirty two (32) questionnaires administered, twenty four (24) copies were properly responded to, and returned, representing 75% return rate. In Zenith bank plc, out of the thirty four (34) questionnaires administered, twenty six (26) copies were properly responded to, and returned, representing 76.5% return rate. In out of the grand total of three hundred (300) questionnaires administered, two hundred and twenty nine (229) copies were properly responded to, and returned, representing 76% return rate. So the researcher used their responses for analysis. The respondents were assured ano- 
Design/Statistics
The study employed the cross-sectional survey research design and regression statistics was employed to analyze the data (Table 1) .
Results
The result of the correlation above showed that apart from marital status (r = .08; P > .01), other control variables are significantly correlated to the criterion variable (turnover intention): Employment status was significantly related to turnover intention (r = .20, P < .01). Age was significantly related to turnover intention (r = .50, P < .001). The results above also showed that education was significantly related to turnover intention (r = .35, P < .001) and organisational tenure was significantly related to turnover intention (r = .33, P < .001). Job tenure was also significantly related to turnover intention (r = .45, P < .001).
The results also indicate that all the independent variables are also significantly related to turnover intention. While perceived organistional politics and workplace incivility of supervisor were positively related to turnover intention:
Politics (r = .38, P < .001), incivility (r = .18, P < .01), perceived organisational support was negatively related to turnover intention (r = −.40, P < .001). Thus, the higher the perceived politics and workplace incivility, the higher the turnover intention. On the other hand, the higher the perceived support the lower the turnover intention (Table 2 ).
The result of the regression analyses showed that all the control variables except gender age and job tenure were significantly related to turnover intention. Key: * = = p < .01; ** = = p < .001; Note: A total of 229 bank employees participated in the study. Gender r = male, 2 = female); marital statues (1 = married, Open Journal of Political Science Key: * = p < .01; ** = p < .001.
Marital status (β = 31, p < .001); Employment status (β = .17, p < .01); Education (β = −.29, p < .001); organizational tenure (β = .43, p < .001). However, the control variables accounted for 36.7% of the variance in turnover intention of employees.
The results of the analyses equally revealed that perceived organizational politics significantly and positively related to turnover intention (β = .41, p < .001).
Thus, the first hypothesis is confirmed. Perceived politics accounted for 46.8% of the variance in turnover intention, above and beyond the control variables. Perceived organizational support is negatively related to turnover intention (β = −.69, p < .001), and accounted for 79.0% of the variance in turnover intention above and beyond that of the control variables and perceived organizational politics. This result upholds the second hypothesis which stated that perceived organizational support will be negatively related to turnover intention.
The results of the analyses equally indicated that workplace incivility significantly predicted turnover intention among employees (β = .25, p < .001). It explained 82.1% of the variance in turnover intention above and beyond the control variables, perceived organizational politics, and perceived organizational support. This result implies that the third hypothesis that workplace incivility of supervisions will not significantly predict turnover intention is rejected.
Discussion
The results of the regression analysis revealed that perceived organizational poli-Open Journal of Political Science Though organisational politics may be beneficial to some individuals in the organisation, it has been implicated to be the cause of some of the negative job out comes, more especially turnover intention.
The second hypothesis which stated that perceived organisational support will be negatively related to turnover intention was supported because the regression analysis indicated that perceived organization support is negatively related to turnover intention (r = −.69, p < .001). This finding is consistent with that of Hui, Teo, & Lee (2007) that examined both perceived organisational support and turnover intention and found perceived organizational support was negatively related to thoughts of quitting the organizational. This finding also supported that of Kinnunen, Feldt, & Makikangas (2008) , who found that perceived organizational politics was negatively related to likelihood of leaving an organization and the frequency of thoughts about quitting the organization.
The consistency in the above-mentioned findings imply that employees who feel that their organization values their contribution and cares about their well-being will be less likely to have thoughts about quitting their jobs. This finding also concur with some other findings linking perceived organizational support and turnover intention like Eisenberger et al. (2001) and Allen et al. (2003) . On the contrary, this finding contradicts that of Lew (2009) (Blau, 1964) , the study result indicates that an employee who believes that his organization does not care about his or her well-being has a higher tendency to want to leave and seek employment in more rewarding organizations. On the other hand, and employee who feels that the organization values his contributions and cares about his well-being will be more likely to want to maintain membership in the organization. Therefore it would be beneficial for organizations which want to keep their employees to implement strategies that enhance perceived organizational support by creating a positive working environment.
The third hypothesis which stated that work place incivility of supervisor will not predict turnover intention was rejected. And this finding concurs with that of Pearson & Porath (2005) 
Implications of the Findings
Given the considerable implications that turnover intention have for performance and commitment, better understanding of its antecedents is important.
One way to arrive at this understanding is to explore relevant antecedents that have not be collectively linked to turnover intention, especially in Africa as the present researcher has done with perceived organizational politics, support and workplace incivility of supervisor on turnover intention. The researcher tried to support the idea that these independent variables should be considered prominent phenomena with significant consequences on employees' intention to quit the organization.
This present research found supportive evidence providing the positive relationship between perceived organization politics and turnover intention; negative relationship between perceived organizational support and turnover intention and workplace incivility and turnover intention. These results have important implications for management practices and development; therefore managers should endevour to set up organisational systems that will inhibit the destructive impact of organizational politics and workplace incivility and subsequently enhance polices that support the welfare and interest of the employees to reduce their turnover intention to below five percent.
Conclusion
The study investigated perceived organisational politics, support and workplace place incivility of supervisor as predictors of intention to quit the organisation.
Some theories and models of turnover intention were reviewed and the empirical studies indicated that turnover intention has not been much researched on, were tested: perceived organisational politics will not significantly predict turnover intention, perceived organisational support will be negatively related to turnover intention and workplace incivility of supervisor will not predict intent to quit. And these showed that bankers who perceive politics in their organisation had the intention to Quit their organisation; on the other side, those who perceive their organisation to be supportive had no intention to quit, while those who experienced work place incivility of supervisor had the intention to quit their organization.
Therefore, this research has contributed to empirical evidence confirming the assumption that perceived organisational politics, support and workplace incivility of supervisor predict turnover intention. The findings on the significant effects of perceived organisational politics, support and workplace incivility on turnover intention demonstrate the need for organisations to provide adequate measures to checkmate organizational politics; workplace incivility and encourage support to their employees. The need for the above mentioned measures anchors in the fact that when the turnover intention rate is high, the actual turnover will be higher, and consequently, the organisations will incur major costs in recruiting and training the new intakes in the organisations.
